ABSTRACT ▪ In most European countries, there is some evidence that jobs became, and to an even greater extent were perceived to have become, increasingly insecure in the 1990s. In Switzerland, where unemployment has long been far lower than the European average, unemployment increased in the same period. Yet in general, job stability has remained remarkably constant in the past decade, and instability far below the European average. Only with regard to voluntary job-to-job mobility can a significant increase in the second half of the 1990s be observed; involuntary turnover has actually decreased. As Switzerland is a small, open economy with weak union power and employment protection legislation, this article casts doubts on the extent to which exposure to globalization can influence job instability. Instead, consensus-and stability-oriented industrial relations and management practices, as well as the state of the external labour market, appear to shape both job stability and security.
Introduction
It is a widely held view in Switzerland, as in many other industrialized countries, that job instability (the objective risk of job loss) and insecurity (the subjective perception of this risk) have been on the rise in the past decade. This view is also reflected in the clear upward trend in the amount of media attention that this topic has received in the past few years. Commentators have argued that the apparent increase in instability can be attributed to various causes, the most ubiquitous being an increase in flexible work arrangements, a rise in the number of small and mediumsized firms, an increase in (part-time) female employment, technological progress (especially increased use of IT and Internet communication in the past decade), a severe recession in the 1990s, and globalization.
However, empirical evidence on such changes and the extent of job insecurity and instability is very limited, and the reliability of the underlying data has been questioned (for example, see Green et al., 2000 on the OECD's 1997 study).
In the USA, several different data sets and methodological approaches have been used to analyse job stability. The evidence is relatively mixed (Gottschalk and Moffitt, 1999) . Studies based on the Current Population Survey (CPS) generally show that while separation rates for subpopulations vary over time, little change in overall separation rates can be observed through the 1980s and early 1990s (Diebold et al., 1997a (Diebold et al., , 1997b Farber, 1997a Farber, , 1997b Jaeger and Stevens, 1999; Neumark et al., 1999; Swinnerton and Wial, 1996) . Studies which use data from the Panel Study of Income Dynamics (PSID) include Boisjoly et al. (1998) , Jaeger and Stevens (1999) , Marcotte (1995) , Polsky (1999) , and Rose (1995) . The results based on the PSID are not as robust as those derived from the CPS, that is, some do reveal increasing trends towards instability, most notably for certain subgroups of the population such as the young and less educated. Gottschalk and Moffitt (1999) use monthly data from the Survey of Income and Program Participation and come to the conclusion that job instability did not increase between the mid-1980s and mid1990s.
Similar evidence appears to exist for Great Britain. Burgess and Rees (1996: 344) analyse elapsed job tenure for the years 1975-92 with data from the General Household Survey and conclude that the evidence does 'not support the view that the dramatic changes in the labour market, technology and competition have spelt the end of "jobs for life" ' . Winkelmann and Zimmermann (1998) analyse job stability in Germany from 1974 to 1994 with count data models based on the German SocioEconomic Panel (GSOEP). They show that job stability (as measured by the number of job changes) in fact increased in the second half of the time-span. A similar result is obtained by Erlinghagen (2002) using data from the Institut für Arbeitsmarkt-und Berufsforschung (IAB) employment sample for the years 1976-95.
A number of studies of the extent of perceived job insecurity have been published in the past few years Klandermans and Van Vuuren, 1999; Näswall and De Witte, 2003) . Most of these studies, however, are based on cross-sectional data and cannot therefore reveal trends in job insecurity. Felstead et al. (2000) analyse trends in job insecurity in Great Britain with data from the Social Change and Economic Life Initiative (SCELI) carried out in 1986 and the Skills Survey (SS) conducted in 1997. They conclude that 'recent political concern over insecurity has been premised on a false assumption of substantially rising insecurity. Rather, the perceived risk of job loss has in aggregate changed little between 1986 to 1997' (Green et al., 2000: 857) . OECD (1997) uses data for several countries collected by International Survey Research (ISR) to show that, in most European countries, job security has fallen quite substantially. However, there is strong evidence that this data set may not be representative . Schmidt (1999) uses data from the US General Social Survey (1977-96) to document trends in workers' beliefs about their own job security, and finds greater pessimism during the 1990s than during the 1980s. In general, workers' beliefs about their own job security were largely consistent with trends in involuntary job loss. Nevertheless, concerns about increasing job insecurity are not well supported by empirical evidence.
This study analyses job stability in Switzerland in the years 1991-2001 using data from the first 11 waves of the Swiss Labour Force Survey (SLFS). Two measures are used: one-year job exits and on-the-job search behaviour. The former is a common measure of job stability. Information on on-the-job search behaviour provides an interesting alternative measure of the more 'intrinsic' degree of job stability. The article also analyses unique information on the motives for job changes and on-thejob search, since knowing the reasons for turnover is important when trying to get a complete picture of job mobility . Heery and Salmon (2000: 12) correctly argue that economic studies of job stability and security are largely based on very narrow (objective) definitions (such as tenure) and rarely investigate reports by employees themselves. By looking at the motives for fluctuations and on-the-job search, this study overcomes this limitation. This article also analyses perceived job security in a cross-national setting, drawing on data from the 1997 International Social Survey Program (ISSP). Such a cross-national analysis is interesting in its own right and also permits analysis of the influence of institutional regulations on job security.
The contribution of this article is threefold. First, it provides a detailed national study of trends in job stability. A previous study by Henneberger and Sousa-Poza (2002) used selected waves of the SLFS to show that job-to-job mobility has risen in the past few years, but did not establish the significance of the dynamic changes. An earlier study by Sheldon (1992) analyses official social security data for the years 1984-88 and shows that job stability was lower for certain subgroups of the population, but does not indicate trends. To my knowledge, no empirical study of (perceived) job insecurity in Switzerland has been conducted to date.
A second objective of the article is more general: the effect of globalization and market structure on job stability and security. Arguably, 'the increase in workforce insecurity can be traced either to the globalization of the world economy and resultant pressure for cost reduction within national economies, or to national systems of capitalism which promote the dominance of financial interests and the short-term management of company assets in the interest of "shareholder value" ' (Heery and Salmon, 2000: 5) . In this context, Switzerland would appear a good case study. First, it is a small, open economy and thus very much exposed to globalization. Throughout the 1990s, it had by far the largest current account surplus as a percentage of GDP among all OECD countries and its exports amount to approximately 30 percent of GDP, well above the OECD average. Second, the degree of unionization is very low and declining, from 27.0 percent in 1990 to 24.3 percent in 1999 (Mach and Oesch, 2003) . Third, Switzerland has (by Continental European standards) weak employment-protection legislation (EPL): according to the OECD (1999), the least strict among the Continental European countries that it analyses (only the USA and Great Britain are weaker). This gives management in Switzerland considerable discretion to pursue 'hire-andfire' strategies.
A third aim of this study is to provide further evidence on the determinants of job insecurity. Whereas the influence of workplace characteristics and the state of the external labour market have been analysed in previous research (Bender and Sloane, 1999; Green et al., 2000) , the institutional framework has been ignored. Although there is some empirical evidence on the relationship between EPL and employment and job mobility (Sousa-Poza and Henneberger, 2004) , I am not aware of studies that document the relationship between EPL and job insecurity. The objective of such an analysis (which requires cross-national data) would be to establish the extent to which EPL really matters in providing job security. Furthermore, this analysis also reveals the extent to which crossnational differences in job security can be explained.
Data and Methodological Issues
This article analyses the first 11 waves of the SLFS, a representative nation-wide survey conducted annually by the Swiss Federal Statistical Office. Individuals are questioned on a number of topics related to the labour market by means of telephone interviews lasting approximately 20 minutes. The sample size is approximately 16,000 individuals for each year, with the exception of 1995 when more than 30,000 individuals were interviewed (Bundesamt für Statistik, 1996) . The SLFS has a five-year rotating panel. The analysis in this article is based on a pooled data set covering the years 1991-2001. Only employees between the ages of 20 and 60 are considered. Apprentices, the self-employed, and family members working in a family firm are excluded.
Several variables can be used to measure the degree of job stability. This article focuses on two measures: one-year job separations and on-the-job search. The first measure is commonly used in studies of job stability, although some studies use two-year separation rates. The panel data make it possible to identify individuals who, between years t and t + 1, had either changed employment or left the labour market; these are defined as movers. Tenure measures the number of days an individual has been working for his or her current employer. In the analysis below, average levels of elapsed tenure are presented for each year. As is often pointed out, a constant job-separation probability need not imply job stability if there has been a shift from voluntary to involuntary job changes. In order to take this possibility into account, this article also analyses three types of one-year separation: job to job, job to non-employment, and job to unemployment.
A valuable feature of the SLFS is that respondents from the sixth wave onward (from 1996) were questioned on their motives for leaving their last job. The data therefore allow analysis of the reasons for job changes. Respondents could give one of thirteen reasons for leaving their last job: lay-off, giving up self-employment, end of a temporary employment, illness or accident, early retirement, normal retirement, dissatisfied with working conditions (which includes the level of earnings), desired a change, commenced studies, military service, family or personal reasons, and other reasons.
One variable that may capture the intrinsic stability of a job is on-thejob search. If a job has become unstable then the employee will be inclined to search for another job. The SLFS asks employees whether they are currently looking for a new job, and if so, the reasons for on-the-job search. Unfortunately, the wording of the question was altered in 1996 and 2001, thus making it necessary to analyse separately the periods 1991-95 and 1996-2000. As will be shown below, this change in the wording has a marked influence on the probability of on-the-job search. More specifically, from 1996 onward, the SLFS provides a more detailed list of reasons for looking for another job, resulting in a large increase in the number of people claiming to be looking for another job. As will be argued below, this rise in the number of job-seekers is unlikely to be due to other factors.
This article also analyses perceived job security using data from the 1997 ISSP. This ISSP is an annual cross-national collaborative programme which has continued since 1985, with data collected by independent institutions in several countries. The topic of the 1997 survey was 'Work Orientations', and covered attitudes towards work and leisure, work organization, work content, collective interests, and second jobs. The variable of interest for this article involves responses to the question: 'How much do you agree or disagree that this statement applies to your job: my job is secure?' There were five possible responses: strongly agree, agree, neither agree or disagree, disagree, and strongly disagree. This data set provides information on 25 heterogeneous countries: Bangladesh (BUP), Bulgaria (BG), Canada (CND), Cyprus (CY), Czech Republic (CZ), Denmark (DK), France (F), Germany (D), Great Britain (GB), Hungary (H), Israel (IL), Italy (I), Japan (J), the Netherlands (NL), New Zealand (NZ), Norway (N), Philippines (RP), Poland (PL), Portugal (P), Russia (RUS), Slovenia (SLO), Spain (E), Sweden (S), Switzerland (CH), and the United States of America (USA).
Job Separations
Before examining job separations, it is important to note that Switzerland, in the 1990s, experienced its most severe recession since the 1930s. The rate of unemployment increased from 0.5 percent in 1990 to a peak of more than 5.0 percent in 1997, falling again to less than 2.0 percent in 2000. Thus, our analysis covers a complete business cycle, and shows how different forms of job mobility are affected by cyclical changes.
In Table 1 , statistics on one-year job-separation probabilities are presented. As can be seen, these have remained very constant in the past decade, with an average rate of about 13 percent. Table 1 suggests that, in some of the recession years (especially 1994, 1997, and 1998) , the probability of job separation declined. 1 It can also be seen that the most common form of separation is job-to-job change, followed by job-tonon-employment, and lastly, job-to-unemployment. Disaggregated data (not presented in Table 1 , but available from the author) indicate that women have higher fluctuation rates than men, that the young are more likely to fluctuate than the old, 2 that no clear pattern can be observed with regard to the separation probabilities of individuals with different skill levels, and that large differences exist among industries, with low rates in public administration and high rates in the IT industry. In general, and perhaps with the exception of the separation rates of the young (aged 20-29), no clear trend emerges from these descriptive statistics. 3 The claim has been made that, even if overall job fluctuation has not increased in the past decade, exits are more likely to have adverse 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 Total 0.14 0.13 0.13 0.12 0.14 0.14 0.13 0.12 0.14 0.14 (0.34) (0.33) (0.34) (0.32) (0.35) (0.35) (0.34) (0.33) (0.35) (0.34) Status of leavers in t + 1 Employed 57% 55% 54% 57% 57% 62% 64% 61% 65% 66% Unemployed 13% 17% 17% 14% 17% 14% 11% 11% 7% 7% Non-employed 27% 27% 27% 28% 25% 23% 24% 27% 27% 26% Other 3% 1% 2% 1% 1% 1% 1% 1% 1% 1%
consequences. This would be the case if fluctuations were increasingly involuntary or spells of non-employment or unemployment became longer. Moreover, aggregating job-to-job and job-to-non-employment turnover can obscure important patterns (Royalty, 1998) . Table 1 shows that job-to-job mobility has increased from 57 percent to 66 percent of all fluctuations between 1991 and 2000. Job-to-unemployment movements were relatively high in the first half of the 1990s and then declined quite sharply towards the end of the decade. Exit probabilities to nonemployment have not changed significantly in the past decade. This result is interesting since it does not support the 'buffer role' that women are often said to play in an economic downturn (by moving into nonemployment rather than unemployment). Thus, one can reach the conclusion that the only form of mobility that appears to be increasing is job-to-job mobility (see also Henneberger and Sousa-Poza, 2002) . Whether this constitutes a long-term trend or is simply the result of the business cycle remains somewhat speculative. 4 Table 2 shows average elapsed job tenure in the years 1991-2001. The figures are quite high for both men (about 10 years) and women (about 8 years). Since elapsed tenure for the average employee (with the exception of the youngest and oldest workers) at any point of time is half the final completed value (Burgess and Rees, 1996) , this implies an average completed job tenure of 20 and 16 years, respectively. Furthermore, it is interesting to note that average elapsed tenure has actually increased by about 12 percent in the past decade. Burgess and Rees (1996) have shown 1991 1992 1993 1994 1995 1996 1997 1998 1999 that in a recession, recruitment and, in general, separations will fall, implying that each job will last longer and fewer people will start a new job; thus, average tenure increases countercyclically. Thus, the increase in average tenure in the 1990s comes as no surprise. However, the data do not show a marked cyclical behaviour, and furthermore, the highest average tenure occurs in the non-recession year 2001. This result most probably follows from the observation made earlier, namely, that the increased job-to-job mobility in boom years is partially offset by fewer layoffs. In any case, the trend of elapsed tenure provides no evidence that would support the idea of growing instability.
In their study of job tenure in Great Britain in the years 1975-92, Burgess and Rees (1996) observe that, for women, there is a cyclical pattern, but no secular trend. Men's average tenure also has a cyclical component, although a small secular trend to shorter tenure cannot be ruled out. The statistics in Table 2 show that, in Switzerland, women's tenure has risen constantly throughout the business cycle, whereas men's follows a cyclical movement, albeit weak. As pointed out by Gregg et al. (2000) , aggregate measures of tenure as a measure of job stability can be misleading. First, it is a measure that is strongly rooted in the past, thus possibly suppressing recent trends. Second, the labour force is ageing, and older people have longer average tenure. However, in Switzerland, age-specific tenure values do not show a very different pattern. In any case, analysing job stability with information on separation motives is more promising. Table 3 reveals the extent to which job separations are voluntary. As noted above, the relevant survey question was posed for the first time in 1996, thus allowing an analysis of only six waves. Lay-offs have declined from 13 percent of all separations in 1996 to 7 percent in 2001, with an intervening peak of 18 percent in 1997 (when unemployment also peaked). Voluntary quits are thus the main reasons for job separation. The proportion leaving their employment because it was temporary remained relatively constant at about 10 percent, hence 'flexible' work arrangements seem to have had little influence on job instability.
It is worth noting that more than 20 percent reported 'other' reasons. Clearly, instability need not be expressed only in lay-offs. It is widely argued that when labour markets are slack, many employers become tougher on discipline. This has two consequences: first, some employees are dismissed for 'other reasons', rather than for redundancy; second, some leave 'voluntarily' because of the pressure. It is difficult to judge to what extent these 'other reasons' in Table 3 are voluntary or not. Also, the voluntary quits due to working conditions (which have significantly increased in the past few years) may not be entirely voluntary. In general, these results are in accordance with several studies which show that voluntary quits are procyclical and lay-offs countercyclical Burda and Wyplosz, 1994; Burgess and Rees, 1996) .
On-The-Job Search
One might regard on-the-job search as a good indicator of job stability, since it can capture desired, yet unfulfilled, job changes and thereby provide a measure of the 'intrinsic' stability of a job. As pointed out by OECD (1997), on-the-job search reflects both the likelihood of the current job ending as well as the likelihood of finding a new job. In general, there is a relation, albeit somewhat erratic, between job search and job mobility (Hartog and Ophem, 1996) . Since not all searchers are finders, using on-the-job search as a wider measure of job stability makes sense. 5 In any case, subjective measures of job insecurity are an important complement to the more objective measures of the previous section.
As stated above, the wording of the SLFS question relating to on-thejob search changed in 1996 and again, although marginally, in 2001. The effect of this change can be clearly seen in Table 4 : reported on-the-job search remained remarkably constant from 1991 to 1995 (at about 5 percent) and then increased substantially to 9 percent in 1996, remaining constant again for the rest of the period. It is highly unlikely that this significant increase in 1996 was caused by real changes in on-the-job search behaviour. A consistent analysis for all the years is thus not possible. There are also some ambiguities in the categories used: it is not clear what is meant by 'general interest' (introduced in 1996) and, presumably, job search motivated by a desire for higher pay is classed as 'other'. Disaggregated data (available from the author) indicate that on-the-job search behaviour is more common among younger workers with a higher education, and in the IT and the retail and construction industries. It is interesting to note that, in the construction industry, on-the-job search rates have declined quite sharply in the past few years. This could reflect Sousa-Poza: Job Stability and Job Security the relatively precarious situation that this industry has been facing in recent years. Job search does not appear to be influenced by gender, a point also mentioned by Hartog and Ophem (1996) . Between 1996 and 2000, when the SLFS questions were unchanged, it may be noted that on-the-job search due to dissatisfaction with one's current job, temporary employment, and underemployment (that is, searching for a second job) significantly declined. It is also interesting to note that the importance of fear of losing one's current job (job insecurity) also declined. Thus, these results do not indicate that job instability has increased in the past decade.
Perceived Job Security
Whether job separations or on-the-job search are used as a stability measure, the analysis thus far presents a very clear picture: in so far as changes do arise, these reflect cyclical changes. Furthermore, no evidence points to an increase in involuntary job instability. As was mentioned in the introduction, however, perceived job insecurity increased dramatically in the early to mid-1990s in Switzerland. The results presented here underline the fact that subjective measures of job security and objective measures of job stability need not go hand in hand. Perceived job insecurity depends on several factors, of which the probability of the current job ending (job stability) is only one. More specifically, job insecurity also depends on the probability of finding a new job and on the attractiveness of possible new jobs. Furthermore, higher costs of unemployment could influence job stability in a positive way. In a number of countries, 1991 1992 1993 1994 1995 1996 1997 1998 1999 unemployment insurance benefits have become less generous. This is the case in Switzerland, where the recent revision of the unemployment insurance law passed in 2002 has reduced the length of benefit payment considerably. According to the OECD (1997), there has been a widespread and, in some countries, very sharp increase in individuals' perceptions of job insecurity between the 1980s and the 1990s, even though this has not been matched by increases in objective measures of job stability such as tenure and retention rates. This paradox could be explained if the other determinants of job insecurity mentioned earlier have changed over time, even though the probability of the current job ending has remained constant. Furthermore, increases in job insecurity can have a 'stabilizing' effect on the labour market by reducing the number of voluntary quits.
To summarize, perceived job security has several determinants of which job stability is only one. Furthermore, these determinants of job security are of a subjective nature (for example, perceived employment opportunities) and also directly related to policy measures such as unemployment insurance benefits and employment-protection legislation. Lastly, there is an endogenous relationship between job stability and job security.
In the absence of time-series data on job security in Switzerland, one cannot assess whether job insecurity is on the rise and thus whether the paradoxical divergence between perceived security and observed stability exists. Cross-national data, however, offer an alternative approach for analysing the relationship between job security, perceived labour-market perspectives, and employment-protection legislation. Table 5 presents some summary statistics on job security, labour-market perspectives, and turnover intentions from the 1997 ISSP data set for a selection of 25 countries. Labour-market perspectives are measured by responses to the question: how easy or difficult do you think it would be for you to find an acceptable job? Response possibilities were as follows: very easy, fairly easy, neither easy nor difficult, fairly difficult, and very difficult. Turnover intentions are measured by responses to the question: all in all, how likely is it that you will try to find a job with another firm or organization within the next 12 months? The four possible responses were as follows: very likely, likely, unlikely, and very unlikely.
The results show that just in excess of 60 percent of Swiss employees considered their jobs secure. 6 Switzerland ranks exactly midway among the 25 countries covered by the ISSP survey. At an aggregate cross-national level, job security is positively correlated with perceived labour-market opportunities (R 2 = 0.1855), yet no apparent relation exists between job security and the probability of ending one's current job. At a disaggregated level, however, it can be observed that job security is negatively and significantly correlated with turnover intentions (Chirumbolo and Hellgren, 2003; Sousa-Poza and Henneberger, 2004) .
To what extent can cross-national differences in job security be attributed to differences in labour-market perceptions and in turnover intentions? In order to answer this question, probit regressions were conducted with country dummy variables only and together with the two variables of interest. One set of regressions was conducted without controls and another set with controls for labour-market perspectives and turnover intentions. The reference country is Switzerland. With the exception of the USA, cross-country differences in job security cannot be explained by differences in labour-market perceptions and turnover intentions. Our analysis therefore examines two other possible explanatory factors: EPL and the rate and direction of change in unemployment. EPL measures were obtained from 22 indicators, which can be classified into three categories: 'individual dismissals of workers with regular contracts', 'temporary employment', and 'collective dismissals' (OECD, 1999) . Descriptive statistics are presented in Table 6 .
Somewhat surprisingly at first sight, job security is not correlated with EPL (R 2 = 0.0002). However, a closer inspection of Table 6 reveals that this insignificance is largely driven by the eastern European countries, which have relatively strict EPL, yet comparatively low job security. This result is understandable, considering the general poor economic conditions in these countries. Switzerland ranks low on EPL, yet fairly high on job security, despite the poor economic conditions when the survey was conducted in 1997. The most obvious explanation is that although unemployment rates were exceptionally high for Switzerland, they were still very low by European standards. The correlation between job security and changes in the unemployment rate between 1992 and 1996 is negative, but insignificant (R 2 = 0.0127). However, this insignificance is attributable to four countries (Canada, Great Britain, New Zealand, and France), without which there is a very significant and negative relationship between job security and changes in the unemployment rate (R 2 = 0.4967). In the first three of these countries, all of which have very weak EPL, the levels of job security are comparatively low, despite reductions in their unemployment rates.
Discussion and Conclusions
Has job stability declined in the 1990s? This question has received substantial public attention in Switzerland, as in other industrialized countries, and most casual observers believe there is a clear answer. Yet job instability as documented by this study has not increased in the past decade. One-year total job separations have remained remarkably constant in the 1990s and those few significant changes that are observed can most probably be attributed to changes in the business cycle. When total fluctuations are broken down into job-to-job, job-to-unemployment, and job-to-non-employment turnovers, then certain changes can be registered. Most notably, job-to-job mobility significantly increased in the second half of the 1990s. Job-to-unemployment turnovers were significantly higher in the mid-1990s, and significantly lower thereafter. Job to non-employment remained constant. These changes reflect the different stages of the business cycle.
It would be plausible to assume that higher job instability should, at least to some extent, be reflected in higher levels of on-the-job search, but rates have remained very constant in the past decade. The motives for looking for a new job are also informative: job searching because of job insecurity or unhappiness with one's current job has significantly declined relative to the more 'voluntary' forms of on-the-job search in recent years.
Why are job relations stable and job insecurity relatively low in Switzerland, a small and open country with weak unions and loose EPL? A number of possible explanations come to mind: first, there are cultural and historical reasons for the observed stability. Industrial (as well as political) relations in Switzerland are very consensus oriented, and these relations have experienced a high degree of stability since the 1950s (Mach and Oesch, 2003) . Schmid (2001: 452) argues that:
in Switzerland, one encounters a qualified form of industrial relations, in as far as labour market coalitions are able to stabilize their relationships on the basis of a long-term, implicit or explicit, contract. The main characteristic of this contract is the mutual exchange of behavioural guarantees: the obligation of both parties to the principle of trust, the agreement on an absolute peace accord, and the acceptance of the problem-solving and decision-making procedures laid down in the contract are integral parts of this qualified form of industrial relations.
The central element of this stability are 'labour peace clauses' that are codified in most collective agreements and which prohibit unilateral action by the social partners. This set-up guarantees a high degree of stability, with very few labour disputes.
Unemployment levels have been extremely low for several decades and, as pointed out by Felstead et al. (2000: 184) , insecurity is sensitive to the state of the external labour market. These low unemployment levels are primarily due to Switzerland's past migration policy, which, in essence, could use the foreign workforce as a 'buffer' against unemployment. Foreign workers could easily be 'expelled' from the country if demand was low, hence insecurity was exported. Nevertheless, this 'buffer' function no longer plays a major role as this migration policy has changed, constituting a major reason for the higher levels of unemployment in the 1990s (Flückiger, 1998) .
One could at least question whether exposure to globalization and the labour-market discretion available to employers need necessarily influence job stability and security. Job insecurity is predominantly influenced by management practices. As Guest (2000: 153) argues, 'an emphasis on the importance of change linked to a continuing concern for competitive advantage has resulted in a susceptibility to the latest fads and fashions and to transience which reflects an insecurity on the part of managers'. Similarly, Standing (1997: 21-2) insists that there has been a growth in 'functional flexibility', an erosion of traditional crafts, which has weakened job security.
Management practices in Switzerland are perhaps more 'stable' than in other countries. The educational system, which revolves strongly around an apprenticeship system, assures that employees with 'occupations' are still well represented in the labour force. Workforce 're-engineering', 'entrepreneurship', and 'multi-skilling' (Standing, 1997) are more difficult with carpenters, nurses, and the like than with university graduates. The apprenticeship system that exists in Switzerland has also ensured that the worker is well trained and consequently held in high regard. This has allowed extensive trust between workers and management, and results in relatively flat organizations in which workers are given much authority over their own tasks, while exceptional employees may themselves attain a managerial position.
Reflecting on a series of studies of job stability in the USA, Eric Wanner, President of the Russell Sage Foundation, observes that 'the economic restructuring of the 1980s and 1990s has no doubt been unusually turbulent, and even revolutionary in many respects, but there may well be powerful incentives on both sides of the labour market to preserve the continuity of the employment relationship ' (1999: Siv) . This appears to be the case in Switzerland.
NOTES
1 A chi-square test of the null hypothesis that turnover remained constant in the past decade is clearly rejected (Pearson's chi-square with 9 d.f. = 27.9). A chi-square test of the null hypothesis that no linear relationship exists (linear-by-linear association) cannot, however, be rejected (chi-square with 1 d.f. = 2.4). Thus, although changes in mobility exist, there is no evidence of a trend. 2 As noted here, the analysis is restricted to individuals aged between 20 and 60. In Switzerland, the official retirement age is 65 for men and was 62 for women until 1999, when it increased to 63. By adopting a cut-off age of 60, most individuals taking early retirement are excluded. 3 In order to test the significance of the results presented in this article, probit, multinomial logit, and duration models were estimated. The general picture presented in this article is strongly supported by the econometric analysis. For further details, see Sousa-Poza (2003) . 4 The fact that the rise in job-to-job mobility is mirrored by a decline in jobto-unemployment mobility appears to suggest that these patterns are primarily due to cyclical changes. 5 Henneberger and Sousa-Poza (2002: 74) , using SLFS data, found that only 33 percent of job-seekers in 1999 actually exited in 2000. 6 This figure may be contrasted with the results of the first two waves of the Swiss Household Panel for the years 1999 and 2000 (other waves were, at the time of writing, not yet available), which revealed that more than 80 percent of the Swiss labour force considered their job very or quite secure.
